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Placement Services in Today's Economy
Jennifer K. Carter
University of Missouri-Columbia

Placement Services in Today's Economy
To fully understand placement issues at the University of MissouriColumbia (MU) one must realize that career services functions are
decentralized. MU has eight individual career services offices that
focus on issues related to careers, primarily for juniors and seniors.
These career services are supported by the following schools: Business
& Public Administration; Engineering; Education; Human and Environmental Sciences; Library Science; Agriculture, Food and Natural
Resources; Law; and Journalism. This structure leaves Arts and Sciences students and freshmen and sophomore students, as well as deciding students to be served by the Career Center (CPPC). To develop
and encourage open communication between the various career services offices at MU, a Placement Council has been established. The
group meets once a semester to articulate changes and concerns in
career services.
Nationally, approximately 77% of MU's student body is still in the
process of deciding a major (Rayman, 1993), therefore CPPC is more
of a broad information center that is able to provide a variety of services, instead of a placement office serving only seniors. Therefore,
the CPPC philosophy is to educate students about self exploration,
possible majors and careers, job search strategies, networking, resume writing, interviewing, etc., so that he/she can conduct a job
search independently. An important part of this education is the Job
Development Program: cooperative education, internship, part-time
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job, work study, service-learning, and volunteer. Students are encouraged to obtain career-related work experience through these programs in order to gain a thorough knowledge of self, major, career
choice, the world of work, networking skills, and most importantly,
transferable skills that will entice employers. This philosophy relates
to the changes today's economy is having on placement.
Today's economy is changing placement permanently. These
changes require career services professionals to be more flexible with
schedules, procedures, formats, timelines, etc., so as to attract recruiters to conduct on-campus interviews, be it for part-time or full-time
positions. It is no revelation that less recruiters are visiting campuses. This is due to the fact that more large companies are downsizing and thus recruiting fewer new hires. In addition, more positions
are available in small- to medium-sized organizations who have less
personnel and conversely less time to recruit on-campus. These
smaller operations are often one person offices and the individuals
have little time to leave the office, and no one to do the work that
piles up when they are away. More importantly, in these organizations the personnel who are responsible for hiring frequently are not
familiar with institutional career services offerings. This situation
enables career services professionals to be creative in identifying and
meeting the employment needs of this sector.
In addition, the institutions continue to downsize and career services professionals are required to develop and produce more services
using less money. Oftentimes, this requires that the professionals in
charge of placement be given additional responsibilities that may not
relate to on-campus recruiting. This change supports the growing belief that career services offices need to provide more than traditional
placement services. In addition, the decrease in available funds may
force some career services offices to charge recruiters, students or
both for services. Oftentimes, the fee is minimal, but does cover the
costs involved with office procedures (scheduling rooms and students,
processing applications, pre-screening credentials, etc.) that are incurred in an on-campus recruitment visit.
As the work world becomes smaller, more and more students are
investigating international employment opportunities. These positions require career services professionals and students to become familiar with foreign culture etiquette. A collaborative effort between
the international students/programs office and career services office
may prove beneficial in providing students with information about
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various cultures. In addition, a variety of resources on this topic are
available for inclusion in the career resource library.
Along with specialized culture education, students continue to require ethics training. Students must be aware of the proper procedures in accepting and negotiating job offers, providing transcripts,
notifying references, etc. In addition, students must be educated and
held responsible for not showing up for interviews. Most career services offices have strict policies that prohibit "no shows" from participating in future on-campus interviews. In addition, students need to
understand that the "no show" behavior may jeopardize future relationships between the institution and the employers.
The aforementioned changes have been occurring in placement
over the last few years. The author provided this information to give
an overview of the changes as well as to support the assertion that
these changes continue to affect placement in today's economy. At
least five more changes have occurred more recently.
First, more employers are utilizing cooperative education, internships, and part-time jobs as an inexpensive way to screen, train, and
develop potential full-time employers. This is true as the temporary
nature of the position and the reduced monetary commitment allows
employers to observe a potential full-time employee who, if hired on a
full-time basis, will have already been integrated and trained at a
cheaper wage. Employers also realize the benefits of part-time student employees, as career services professionals are getting more requests for recruiting visits geared toward finding temporary employees. With the changes in the economy causing less full-time jobs
to be available to college graduates, career services professionals are
more eager to work with such requests as it may mean life or death
for the career services offices and employment or not for many students. Most career services professionals will host an employer recruiting visit under almost any circumstances. However, in order to
protect the students and the institution, career services professionals
need to be knowledgeable of the legal aspects of part-time student
employment. The student and the supervisor must be educated as to
insurance coverage as it relates to accidents on the job, etc.
A second change in on-campus recruiting is ')ust-in-time hiring."
This practice is certainly more convenient for the employers than for
career service professionals or the students. In ')ust-in-time hiring,"
employers contact career services professionals at the last minute requesting a list of potential students to be interviewed in the near
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future. This means that career services professionals are scrambling
to notify students, fill interview schedules and find interview/seminar
rooms. At this point, the employer is ready to hire students and will
expect students to make decisions and start work as soon as possible,
thus, 'just-in-time" for the company's busiest season. As one can
imagine, this situation causes all persons involved to panic.
A third change in placement involves recruiters who come to
campus to interview students as more of a public relations campaign
for the company rather than a true recruiting visit. Here, employers
want to maintain relationships with career services offices and keep a
good image with the students who also happen to be "customers." In
these situations, recruiters do not have job openings and cannot foresee when or if the company will have positions available. Unfortunately, the employers do not always make this known to the students who perceive the interview as a precursor to employment,
rather than a courtesy on behalf of the company. This makes career
services professionals question whether the visit is ethically appropriate.
Some employers who come to campus expect career services professionals to have potential employees on the "bench" waiting to be interviewed. Then, after interviewing on-campus, employers expect students to sit on the "bench" waiting for a job offer, should a position
arise. Of course, students get anxious for full-time jobs and career
services professionals encourage students to pursue other opportunities. Finally, when the employer does call students to make employment offers, the "benches" are empty; As one would expect, employers are not happy that prospective employees have already
accepted offers from other companies. This "benching" forces career
services professionals to face another ethical dilemma when offering
advice to students.
"Just-in-time hiring," public relations visits, and "benching" adversely affect career service offices as a lot of effort produces little or
no return for students. This makes for poor relations with constituents when documenting statistics for accountability. Accountability is
the fifth change in placement. With institutions of higher education
becoming more fiscally aware, the number of placements made in a
given year is often the basis for the career services budget. This is
unfortunate as career services offices, especially ones like CPPC, are
starting to provide much more to students than actual job placements. This dilemma also forces career services professionals to walk
a thin line between allowing employers to come to campus for public
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relations visits instead of recruitment, as these are the numbers that
are adversely effecting the placement statistics and percentages.
As placement and on-campus interviewing become more complex
and less traditional, career services offices career services professio?"als. need to focus their efforts more on educational programming.
This will help college graduates become more self-sufficient and thus
able to find employment, not only after graduation but also after each
future change in the job market and their own lives.
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